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MARINE CORPS BASE ORDER 12713.3

From Commandi ng Gener al
To: D stribution List

Subj : FY 1990-1992 AFFI RVATI VE EMPLOYMENT PROGRAM PLAN FCR
MNCRITIES AND WOMVEN

Ref : (a) Section 717 of Title VIl of Gvil Rghts Act of 1964
as anended (NOTAL)
(b) EECC MD>-714 (NOTAL)

Encl : (1) FY 1989 Affirmative Enploynent Program Accomplisments
Report and FY 1990-1992 Affirmative Enploynment Program
Pl an Update

1. Purpose. To publish the subject plan, which is outlined in the
enclosure, for inplenenting within the Command per the references.
This Oder does not include affirmative action plans for people
with disabilities.

2. Cancel | ati on. MCCDCO 12713.3A.

3. | nf or nmat i on. The references require that affirmative action
program plans be developed and inplenmented for the purpose of
elimnating wunderrepresentation throughout all occupational series,

grade levels, and levels of authority, with an ultimte goal of
establishing and maintaining a civilian work-force reflective of
the nation's diverse population.

4, Action

a. Managenent and Supervisory Oficials. Managenent  and
supervisory personnel, both appropriated and nonappropriated, will:

(1) Wrk towards the acconplishment of planned actions when
designated as a responsible official.

(2) Participate in efforts to reach potential applicants in
targeted groups.

(3) ldentify positions in their respective organizations
which can be revised or restructured for upward nobility or trainee
positions to assist in internal recruitnent efforts.
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_ (4) Ensure that their organizational objectives coincide
with Equal Enmployment Qoportunity (EEOQ program goals and
obj ecti ves.

(5 Ensure that when targeted group nenbers are anong the
best of the conpeting candidates wthin the selection range, they
are given full consideration, and that the person who wll best

fulfill productivity and total mssion needs, including affirnmative

action, is selected.

(6) Ensure that personal performnce elenents/standards
reflect overall Conmand affirmative action goals and objectives.

b. Drector, Qvilian Personnel Ofice and Head.
Nonappropriated Fund Instrunentality GCivilian Personnel Ofice.
Provide technical assistance to all- EEO officials in planning,
devel oping, executing, and evaluating EEO program inprovenent.

c. Deputy Equal Enploynent Qoportunitv COficer

(1) Mnitor progress of the EEO program in achieving EEO
program goals and objectives.

(2) Recommend, as appropriate, to the Commanding General,
Marine Corps Base, Marine Corps Conbat Devel opnent Comnmand  and
managenent officials, strategies for EEO program inprovenent.

S N

GAIL M. REAL
Deputy  Conmander for  Support

DI STRIBUTION: E
Copy to: 1, 2, 27
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PERCENT DISTRIBUTION OF FEO GROUPS AND COMPARISON BY PATCOR — Sept 1988 as conpared to Sept 1989

7T

OCCUPATI ONAL TOTAL WHI TE BLACK HI SPANI C OTHER (1)
LEVEL MALE FEMALE MALE | FEMALE MALE FEMALE | 'MALE FEMALE
2 . $- ) % ) % )
SEM - SKI LLED SEP 88 100 42.0 3.0 43.8 8.9 2.4
EP oY 100 45, 10. 7/ 0, '
S 5.0 0 (33. 3) 9.1 4 F: 6 .g)
CLF * /1111117 53.6 '7.5 28. 2 5.1 2.3 | .6 1.7. .7
JOURNEYMAN SEP 88 100 '75.8 22.1 1.1 1.1
SEP 89 100 79.1 (18. 6) 1.4 ( .9)
CLF ///7/1/| 53.6 | . 7.5 28.2 5.1 '2.3 .6 1.7 .7
LEADER SEP 88 100 86.7 13. 3
SEP 89 100 79.3 20.7
CLF ///1///] 53.6. 7.5 28.2 5.1 2.3. .6 1.7 .7
SUPERVI SOR SEP 88 _10n 76. 3 (2 15. 8 ——5—.53—
—SEP—89—— 5% >3y C 2 )
F5FAL /117111 53.6 7.5 28. 2 1 2.3 .6 1.7 7
SEP 88 100 '63.2 1.4 29.5 . . 1.4
SEP 89 100 | (62.9)| "5.2] (25.8| 509 22 ( .7)_
EECC FORM 5069

(8/87) @ Mdified)
(1) American Indian, Asian and Pacific |slanders
(#) = Decrease

* = Qvilian ILabor Force




NOTEWORTHY
EQUAL EMPLOYMENT OPPORTUNITY PROGRAM ACCOMWPLI SHMVENTS

FISCAL YEAR 1989
DI SCRI M NATI ON  COVPLAI NTS  PROCESSI NG

I nformal Resolution Rate: 94.4% v. DON Coal: 90%
EQUAL EWMPLOYMENT CPPCRTUINTY PROZRAM  HUMAN  RESCURCES:

To expand the human resources available to the EEO Program in the
Affirmative Action mssion area, as well _as facilitate effective
and efficient communications between the EEO Branch and Command
organi zational functional elenents, Equal Enploynent Opportunit
Representatives (EEORs) were appointed by the mrandi ng Ceneral .
These individuals were provided seven hours of specialized
training by the DEECQ  This initiative has enhanced the DEEOO's
ability to provide specific ‘'individualized  advice and guidance
to functional elements of the Command in carrying out their EEO
responsibilities as well as create an environment in which
specific and, at times, hard to define barriers to achieving
affirmative action goals may be nore readily identified so that
corrective action may be pronptly initiated. The appointnment of
these EEOR's iS a 'first' within the Mirine Gorps. In addition,
EEOR's serve as 'core nenbers' of the Command's EEO Committee.

EEO TRAINNG FCR SUPERVISCRS AND MANAGERS: To ensure that
supervisors and nanagers have the knowedge required to fully and
effectively participate in the discrimnation conplaints
processing system and affirmative action planning and devel oprent
two specially designed semnars (designed and conducted by the
DEECD were conducted. These seminars are 'one-of-a-kind' within

the Mrine Corps and have contributed to this Command' s
achieverent of a 94.4% informal resolution rate as of June 1989,
as well as instilling greater accountability anong supervisors
and managers for affirmative action efforts.

EEO PROGRAM VI SIBILITY EDUCATION: In an effort to involve
enpl oyees, supervisors, and nanagers in the progress of the
Command's Equal Enployment  pportunity Program and, at the same
time, enlighten them regarding the contributions nade to the
progress of our Nation by mnorities and women six specially
designed publications were developed. The publications are. as a

matter of routine, distributed to all enployees within the
Comand as well as to Mrine Corns activities bv the DEEQQ
Marine Corps.

COMUNITY OUTREACH PROJECT: (e of the nost difficult problens
people wth disabilities face is that of gaining access to
transportation which directly inpacts on their ability to obtain
enpl oynent . Until recently, little was done to reduce the
physical and other barriers that deny a large segnent of the
popul ation the wmobility upon which everyone in this country is
heavily dependent. Transportation barriers increase the social
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costs of disability by placing jobs out of the reach of nmany who

are potentially enployable. In an effort to elinmnate this [long
standing barrier, the Command is participating in the exploration
of a community_proiject_known as "JAUNI". The project is, at this

tine, wunder the supervision of M. Joseph Bl anton, Chairman of
the Commttee for the Disabled working wth the Prince WIIliam
County Area Transportation Commttee, the Executive Director
Region 10 Community Services Board and a representative of the
Virginia Department of Transportation. If "JAUNT" or a simlar
program is adopted it wll enable the local comunity as well as
this Command to expand its enployment of qualified individuals
with disabilities who, heretofore, have not had access to

enpl oyment  opportunities because of the lack of transportation.

EEO PROGRAM STATI STI CAL  ACCOMPLI SHVENTS:

PROFESSI ONAL = FY88 FY89 CHANGE
Wite Wnen 59. 6% 61. 8% +2.2%
Asi ans/ Pacific

| sl ander .7% 1.3% +0.6%

ADM Nl STRATI VE =
Bl acks 6. 2% 10. 5% +4,3%

TECHNI CAL -

Bl acks 10. 2% 11. 4% +1.2%
Asi ans/ Pacific
| sl anders -0- 7% +0.7%

CLERI CAL -

Bl acks 11. 7% 13.5% +1.8%
Asi ans/ Pacific
| sl anders -0- 2. 6% +2.6%

FI REFI GHTERS/ GUARDS
Wite Wnen 1.6% 3. 3% +1.7%

BLUE COLLAR =
Wite Wnen 1.4% 5.2% +3.8%
Hi spani cs -0- 2% +0.2%
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AFFI RVATI VE EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMVEN
MULLTI - YEAR AFFI RVATI VE EMPLOYMENT PROGRAM PLAN

UPDATE
*  POLICY STATEMENT *  STATEMENT OF ADEQUATE
: DELEGATION O AUTHORI TY MONI TORI NG/ EVALUATI ON
ORGANI ZATI ONAL  CHART SYSTEM
*  CERTIFI CATION OF QUALI FI CATI ONS " PROGRAM ANALYSI S
*  PLAN FOR THE PREVENTION COF *  PROBLEM BARRI ER
SEXUAL  HARASSMENT | DENTI FI CATI ON

* REPORT OF OBJECTIVES
AND ACTI ON | TEMS

U S MR NE CORPS
COVBAT DEVELOPMENT  COMVAND
QUANTI CO, VIRGNNA 22134-5001

ORGANI ZATI ONAL  LEVEL: | NSTALLATI ON

NUMBER OF EMPLOYEES COVERED BY PLAN TOTAL 1.415
PROFESSI ONAL: 152 ADM NI STRATIVE: 209 TECHN CAL: 49
CLERI CAL: 305 OIHER 61 BLUE COLLAR 539

CONTACT PERSON: S. L. FR EDLAND TELEPHONE: (703) 640-3337

4 4 GZ?M /FZI
SANDIE L. FR EDLAND

DATE 4
DEPUTY EQUAL EMPLOYMENT CPPORTUNITY OFFI CER v

CERTIFIES THAT T PT 1s IN COWLI ANCE WITH EEO-MD-714
/
Qég%f/f;/ e

GAIL M. REALS

COMWANDI NG GENERAL

MARI NE CORPS BASE

MARI NE CORPS COVBAT DEVELOPMENT COMVAND

CERTIFIES THAT THS PLAN IS IN COWLIANCE WTH EEO MD>- 714

EECC FORM 566 (8/87)
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PLANNED ALLOCATION OF RESOURCES FCOR  AFFIRVATIVE  ACTI ON  PROGRAM

Form NAVSO 12713/33

RCS SECDNAV  12713-16
Maj or Claimant 00027
Activity UC 00264

Activity MCCDC
|. Personnel Resources
_ | ' Col | ateral !
EEO Title Total  Number FT‘\ PT% Duty  cost
|
I
EEO Officer 1 reap | - 3,415,
Deputy EECO | 1 X | | 40601
EEO spec (1) 1 x | | 37 850,
EEO unsel ors , 6 X ' 20% X | 5, 800.
| Y T oA 87,675,
[T Qfher Resources | ;
Type of Activity 5 Expl anation cost
Servi ce, etc. | ||
Training for EEO Staff = CMC Conference/ DON Speci al l 2, 500.
o Enphasis Programs Training |
EEO Training for other | |
personnel { Civ Pers/EEO Counselors { 1, 200.
' TOTAL | 3,700,

(1) Includes responsibility for managenent of H spanic
Enpl oynent, Federal Wnmen's, Upward Mbility, and People wth
Disabilities/Disabled Vets Prograns.

NAVSO Form 12713/33
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR MNCRITIES AND WOMEN
EQUAL EMPLOYMENT OPPORTUNITY POLICY STATEMENT

EEO POLICY STATEMENT - PACGE 1

1. We've cone a long way in the Marine Corps in our quest to
ensure equal enploynent opportunity for all people based on nerit
and provide an atnosphere conducive to the elimnation of
discrimnatory practices. However, our search is not finished
and we nust not let dow our guard or relax our vigilance. To do

so would send the wong message and perhaps invite regression.

2. At Qantico we still have work to do. W nust nake

i nprovenents in such areas as placing wonen in nontraditional
grades where underrepresentation exists, and putting enphasis on
senior level positions. Additionally, we nust increase the
hiring of persons wth disabilities and provide reasonable
accormodations for enployees and applicants wth disabling

condi tions. To do so, we wll direct our efforts toward
correcting iniquities, revising existing policies and practices
that are not fully supportive of Federal policies, and pronoting

a climate of social harnony.

3. Commtted though | am to the principles of equal enploynent

EECC FORM 556 (8/87)
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR M NORITIES AND  WOMEN
EQUAL EMPLOYMENT OPPCRTUNITY  PROGRAM  PQLICY  STATEMENT  (Conti nued)

EEO PALICY STATEMENT = PACGE 2

opportunity, | can't nake it happen wthout the support of the
entire work-force. Each of us is responsible for actively
pronoting and supporting this equal enploynent policy. Further,
the goals and objectives of the Affirmative Action/Equal

Enpl oyment  Qpportunity Program is a critical element that wll be

used in evaluating the performance of nmanagers and supervisors.

4. The conposing of this statement has served as an opportunity
for meto rededicate ny efforts to ensuring we carry out both the
spirit and the letter of the Equal Enploynent Qoportunity
Program | hope as you read it you will do the same = it's not

only the law, it's the right thing to do!

“~ g

AL M REALS

EECC FORM 566 (8/87)
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AFFI RVATI VE EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
DELEGATI ON OF AUTHORI TY

(EXPLANATION OF RESPONSIBILITIES CF EEO PROGRAM  CFFI A ALS)

DELEGATION COF AUTHORITY - PAGE 1

The Commanding General, Marine Corps Base, Mirine Corps Conbat
Devel opnent  Command, by virtue of the position, is the Equal
Enpl oyment  Qpportunity O ficer (EEQQ and, as such, is
responsible for establishing Command EEO and affirmative action
policies, setting the pace and exerting the influence, |eadership
and authority necessary to ensure that all nmenbers of the
Command's work-force conply fully wth the spirit, intent and
specific requirenents of the total equal enployment opportunity
program as required by poD Dr. 1440.1 of 21 My 87, Section 717
of Title MI of the CGvil Rghts Act of 1964, as amended, and
Section 501 of the Rehabilitation Act of 1973, as anended, and
the Equal Enployment Qpportunity Conmssion (EEQC), Ofice of
Personnel Management (OPM), Secretary of the Navy (SECNAV) and
this Oder. Specific responsibilities are listed in the EEO
Managenent Directive 714,

The Deputy Equal Enploynent Cpportunity COficer (DEECD is,
specifically, responsible for:

a. Developing and admnistering a viable EEO program

b. Serving as the principal EEO advisor to the EEQO on personnel
matters having EEO inplications.

c. Developing the Command's Affirnative Action Plan and
conpiling and subnmitting plan acconplishnents report and annual
plan updates.

d. Admnistering the Discrimnation Conplaint Process to

include, where possible, influencing informal conplaints
resol ution.
e. Serving as the central point of contact for all internal and

ext er nal EEO matters.

f. Encouraging EEO program wunderstanding and support by
supervisors and nmanagers through practical training and advice.

g. Conducting and docurenting formal EEO inspections of
functional elements of the Command and appropriate tenants per
established procedures.

h. Serving as an advisor to Command boards, councils, commttees
and panels which have a direct or indirect inpact on enploynent
policies and/or procedures.

EECC FORM 566 (8/87)
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AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NORITIES AND WOMEN
DELEGATI ON OF AUTHORI TY

(EXPLANATION OF RESPONSIBILITIES OF EEO PROGRAM  CFFI G ALS)

DELEGATION COF AUTHRTY - PAGE 3

b. Reviening all pertinent docunents, interview ng all appropriate
individuals involved, or having knowedge of the" circunstances
involved in the conplaint, and recording preconplaint counseling
provided to enployees:

c. Notifying the DEEOO when beginning discrimnation preconplaint
counseling, keeping a record of the facts obtained as a result of
inquliry, and informng the DEEO0 of progress made toward

resol ution.

The EEO Commttee is responsible for nonitoring the Affirmtive
Enpl oyment Program and advising the EE00/DEEcO of the adequacy of
the program in supporting the Command's commtment to EEO
principles. The unique core nenbershi of the Commttee
(functional el ement FO Representatives ensures that functions of
the Commttee address the needs and concerns of all mnorities,
women, and people wth targeted disabilities. The Committee
menbership is, and is designed to remain, representatives of the
][am al, ethnic, and gender conposition of the Command's work-

or ce.

Course Managers for Departnment of the Navy Training on the
Prevention of Sexual Harassment (PCSH serve as trainers on the
subject of PCSH and assist the SEPM in conducting supervisor and
enpl oyee training on PCSH

Division Heads, supervisors, and managers are responsible for:

a. Being, or becomng, intinately famliar with each elenent of
prograns designed to create an awareness of people, their needs,
ideas, and nmotivations in relation to achieving an optimum posture
as an enployer dedicated to absolute equality of opportunity in

enpl oyment ;

b. Availing thenselves of training opportunities designed to
ensure their famliarity wth the basic tenets of the EEO Program

and the wvarious elenments which have been established in support of
the program

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR - MNCRITIES AND  WOMVEN
DELEGATI ON OF AUTHORI TY

(EXPLANATION OF RESPONSIBILITIES CF EEO PROGRAM  CFFI A ALS)

DELEGATION OF AUTHORITY = PACGE 2

i. Providing technical procedural advice and assistance to EEO
counselors, EEO representatives and the EEO Conmittee.

j. Assisting in the development of supervisory EEO perfornance
el enents.

k. Preparing publicity and other promotional material on the
overall  EEO program

The Director, Gvilian Personnel Cfice is responsible for:

a. Processing personnel actions in a nanner consistent wth the
concepts of equal enploynent opportunity;

b. Providing technical assistance to all EEO officials:

c. Ensuring that all recruitnent advertising and vacancy _
announcenents include a statement on equal enployment opportunity:

d. Coordinating all new and/or revised personnel policies,
practices, and/or procedures wth the DEEOO prior to finalization.

The Special Enphasis Prograns Manager (SEPM  (Federal
Women's/Hispanic/Handicapped Enploynent Prograns) serves under the
supervision of the DEEOO and is the DEE0O's primary advisor on the
unique concerns of women, Hspanics, and persons wth targeted
disabilities/applicants with authority to plan, develop, execute,
and evaluate prograns. The SEPM is responsible for scheduling and
conducting Prevention of Sexual Harassment in the Wrk Place
training for supervisors and enployees and advising EEO officials
on existing or potential sexual harassment problenms and making
recomendations for problem resolution.

EEO Counselors are responsible for:

a. Counseling, in accordance with 29 CFR 1613 and CPI 713, which
involves providing an open and synpathetic channel through which
enpl oyees and applicants for enployment may raise questions,
discuss problens and on an informal basis, resolve problens
connected with equal enployment opportunity;

EECC FORM 566 (8/87)
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c. Demonstrating, by action and achievenent, their full support
of the principles, objectives, letter, and spirit of prograns and
directives designed to further the goals established to assure
equality of opportunity in all enployment decisions and actions.

FECC FORM 566 (8/87)
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AFFI RVATI VE - EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
CERTIFICATION O QUALIFICATIONS O EEO CFHAALS

| certify that the qualifications of all staff officials, full-
time or part-tine, responsible for the admnistration of the
Equal Employment Opportunity Program and Affirmative Enploynment
Program have been reviewed by conpetent authority and neet the

qualification standards in the handbook X-118.

%ﬁ@% 22 %,ﬁ% /950
Dgputy Equal Employment DAT e

Opportunity Officer

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR M NORITIES AND  WOMEN
STATEMENT OF ADEQUATE MONI TORI NG/ EVALUATI ON  SYSTEM

STATEMENT CF ADEQUATE MON TCR NG EVALUATION  SYSTEM = PAGE 1

EEO Program evaluation of previous fiscal year progress in
achieving the goals established wthin this plan wll be
acconpl ished annually using several  nethods:

a. Automated statistical data wll be obtained through the
cooperation of the Qvilian Personnel COfice on a quarterly
basis. This data wll be provided in a variety of formats to

include a break-out of functional elements of the Comand. Each
of the formats wll contain PATCOB categories, grade |evels, etc.
This approach provides the Command the capability to examne not
only over-all numerical acconplishments but, to identify the

specific functional elenments contributing to goal acconplishnent.

b. In an effort to expand the human resources available to the
EEO Program and facilitate effective and efficient comunica-
tions between the EEO COfice and each of the functional elenents
of the Command, EEO representatives were appointed to represent
each functional element. EEO representatives were provided
specialized training, by the DEEQQ so that they may work
directly with the DEE0OO/Special Enphasis Prograns Manager in
assessing functional element progress toward acconplishing EEO
goals. This initiative also enables the DEEO0O and functional
element heads to determne any changes needed to planned actions
as the fiscal year progresses. This approach ensures that
imediate action may be taken as opportunities arise rather than
having to ‘'engineer' future opportunities based on 'lessons

| ear ned. ' It also creates an environment in which specific
barriers to achieving goals nmay be nore readily identified so
that corrective action my be initiated.

EEO Program posture wll also be evaluated, during the first
arter of fiscal years 90, 91, and 92, utilizing EEOC's Program
valuation Quide as well as the Departnent of the Navy's
conprehensive EEO Program Evaluation and Standards Quide issued
by OCPM NOTICE 12720 of 1 Dec 88.

d. The DEEOO wll work closely wth the Equal Enploynent
Qoportunity Commttee in assessing the progress of EEO prograns
and activities in addressing the needs and concerns of
mnorities, wonmen, and people wth disabilities. As shortfalls
are identified, specific «corrective actions wll Dbe recomended
to appropriate staff officials.

EECC FORM 566 (8/87)

27



AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
STATEMENT OF ADEQUATE MONI TORI NG EVALUATI ON _ SYSTEM

STATEMENT COF ADEQUATE MON TORI NG EVALUATI ON SYSTEM - PAGE 2

n-site Command Inspections of the EEO Program are conducted by
Headquarters, Mrine Corps staff enployees. Qher program
reviews are also conducted by Personnel Management Eval uations
(PME) teans and EECC EEO Program Inspectors. Reports of these
evaluations include any deficiencies noted during inspection.
Noted deficiencies are addressed in ‘'corrective action' reports
to on-site inspection officials. Those deficiencies requiring
"long-term corrective action are incorporated in the AAP

pl anning process.

EECC FORM 566 (8/87)
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AFFI RVATI VE  EMPLOYMENT PROGRAM FCR M NCRITIES AND WOMEN

PROBLEM BARRI ER

| DENTI FI CATI ON

PRCBLEM BARRI ER | DENTI FI CATION - WORK- FORCE

PACE 1

An analysis of the Command's work-force was conducted by the
occupational categories of Professional, Administrative,
Technical, Cerical, Ohers, and Blue Collar (PATCOB) and grade
groups (Gade 00; [-4, 5-8, 9-12, 13-15, sem - ski | | ed;
journeyman, |eaders, and supervisors). The data and charts that
follow specifically identify the occupational categories and
grade levels in which there is a 'nmanifest' inbalance and

‘conspi cuous absence' of mnorities and wonen. A ‘manifest
inbalance is defined as being a Command work-force percentage in

any group(s) that is nore than 50% of the

wthin the Qvilian labor force

(ALF. A
is also defined in this nanner

rel evant
' conspi cuous

however, is less than 50 percent

per cent age
absence'

of the relevant percentage wthin the Standard Metropolitan
Statistical Area (SWBA) CF. Occupational categories having a
‘conspi cuous absence' of mnorities and women as identified below
are the primary target of this Conmmand's affirnative action
efforts.

Mani f est Conspi cuous

| mbal ance Absence
Prof essional (Teachers) Black Men

H spanic Men

Prof essional (O her)

Black Men + Wnen
Hi spanic Men

Adm ni strative

Techni cal Black Wnen

Clerical

29

Asi ans/ Pacific
| sl anders Men

Native Anerican
Men + Vnen
H spanic Wen

Asi ans/ Pacific
|slanders Men +
Women

Asi ans/ Pacific
Men + VWnen

Black Men

H spanic Men

Asi an/ Pacific
| sl ander Men

Black Men + WWnen
H spanic Men + \Wnen
Asi an/ Pacific

| slanders Men



AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
PROBLEM BARRI ER | DENTI FI CATI ON

PROBLEM BARRI ER | DENTI FI CATION - WRK-FORCE = PACGE 2

Mani f est Conspi cuous
I mbal ance Absence
Firefighters/ Guards Wite Wrmen
Black Men + \Vwnen
H spanic Men

Asi ans/ Pacific
| sl anders Men

Blue Collar Vhite Wonen H spanic Men + Wnen
Black Men Asi ans/ Pacific
Men + Wnen

To correct these inbalances affirmative action goals, by fiscal
ytlear, have been established and are reflected on page 34 of this
Pl an.
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EXECUTI VE  SUMVARY

This report is in conpliance wth Management Directive 714,
which requires an annual acconplishnent report and update. The
acconpl i shment report provides a statistical analysis of the
Marine Corps Conmbat  Devel opment  Conmand work-force, progress nade
in achieving objectives and action itens, and noteworthy
activities and initiatives inplemented during fiscal year 1989.

A review of the organization and resources revealed that
adequate resources are commtted to the Equal Enploynment
Qpportunity (EEOQ program

The representation of EEO groups when conpared to the
previous year reveals an increase for Wiite wonen (549 to 578),
Black nen (141 to 156) and wonen (80 to 102), and Asian/Pacific
Islander wormen (2 to 10). The percent of representation of Bl ack
men increased from 10.6% to 11.0%, Black women increased from
6.0%to 7.2%, and Asian/Pacific Islander wonen increased from .2%
to .7%. However, there was a decrease in the percent of
Hi spanics, Native Anericans, and Wiite wonmen from 1.4% to .6%,
.9% to .6%, and 41.3% to 40.8% respectively. The representation
of all EEO groups when conpared to the civilian labor force (CLF)
reveals that Wite wonen and Native American nmen and wonmen are
above the 1980 CLF percentage. The overall analysis by grade
groupings shows that there 1s no underrepresentation of Bl ack
wonen In grade group GSi-4, Hspanic nen, Native Anerican nen,
and Asian/ Pacific |slander (A/Plg men GS13-14, A/IP wonen GS1-4,
Native Anerican wonen GS1-4, 5-8, and 9-12. The work-force
percentage representation change of EEO groups was nost
significant in the following occupational categories:

FY88 FY89 CHANGE
PROFESSI ONAL -~
Wite Wnen 59. 6% 61. 8% +2.2%
Asi ans/ Pacific
| sl ander 7% 1.3% +0.6%
ADM NI STRATIVE =
Bl acks 6.2% 10. 5% +4.3%
TECHN CAL -
Bl acks 10. 2% 11. 4% +1.2%
Asi ans/ Pacific
| sl anders -0- 7% +0.7%
CLERICAL =
Bl acks 11. 7% 13. 5% +1.8%
Asi ans/ Pacific
| sl anders -0~ 2.6% +2.6%
FI REFI GHTERS/ GUARDS -
Wite Wnen 1.6% 3.3% +1.7%
BLUE COLLAR =
Wite Wnen 1.4% 5.2% +3.8%

Hi spani cs -0~ .2% +0.2%



The activities and initiatives acconplished by the close of
fiscal year 1989 provide the nomentum that is needed to fully
acconplish the objectives wthin the Affirmative Enploynent
Program (AEP) Plan.



AFFI RVATI VE EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMVEN

ANNUAL _ AFFI RVATI VE _EMPLOYMENT — PROGRAM _ACCOVPLI SHVENTS — REPORT

FOR FI SCAL YEAR 1989

*  SUWARY ANALYSIS OF WORK- FORCE
*  ACCOWPLI SHVENT REPORT ON COBJECTIVES AND ACTION | TEMB
NOTEWORTHY ACTIVITIES AND | NI TI ATl VES

Marine Corns Conbat Devel opnent Command
NAME OF ORGAN ZATI ON

Quanti co. Virsinia 22134
ADDRESS COF ORGAN ZATI ON

ORGANI ZATI ONAL  LEVEL:  AGENCY MOC REGI ON
COMIVAND INSTALLATION_X HEADQUARTERS

NUMBER OF EMPLOYEES COVERED BY PLAN (As of 30 Sept 88)
TOTAL 1329 PROFESSIONAL 151 ADM N STRATIVE 274
TECHNI CAL 157 CLERICAL 256 OIHER 64 BLUE COLLAR 427

SANDE L. FR EDLAND 640- 3337
NAVE OF OCONTACT PERSQV PERSON PREPARING FORM PHONE NO

GAIL M REALS, COWANDI NG GENERAL, MARINE CQORPS RASE,
MARI NE CORPS COVBAT DEVELOPMENT GCOMVAND

GAIL M REALS, COWANDI NG CGENERAL, NARI NE CORPS BASE,
MARI NE  OORPS COVBAT DEVELGPMENT — GCOMVAND
NAME/ TITLE OF HEAD COF ORGAN ZATION OR DESI GNATED OFFI G AL

SI GNATURE OF HEAD OF ORGANI ZATIO\I OR DESI GNATED OFFI G AL
CERTI FIES THAT THI S REPCRT N COWLI ANCE WTH

EECC FORM 563 ((8/87)



AFFI RVATIVE  EMPLOYMENT PROGRAM FCR MNORITIES AND  WOMEN
ANNUAL AFFI RVATI VE EMPLOYMENT PROGRAM ACCOMWPLI SHMENT — REPORT

SUMARY  ANALYSIS O WORK-FORCE

FY 89 ANALYSIS OF WORK-FORCE

The analysis for fiscal year (FY) 1989 wll highlight significant
changes 1n the Mirine Corps Conbat Devel opnment Command work-
force. A conparative analysis of the work-force for the current
year and previous year was conducted. An analysis of the work-
force was conducted by occupational categories, grade groupings,
and major occupations.

FY 1988 AND FY 1989 WRK-FCRCE OOWARI SCN

A conparative analysis of the Command's FY 1988 and FY 1989 work-
force showed an increase in the total population from 1,329 to
1,415 (+86). The enploynent of wonen increased from 649 to 699
(+50) . Wite wonmen increased by 29 from 549 to 578. Black nen
increased by 15 from 141 to 156. There was also an increase of
Bl ack wonen from 80 to 102 (+22). Asians/Pacific [|slander wonen
and Native American woren also increased from 7 to 13 (+6).
However, there was a 50% decrease in the nunmber of Hspanics from
18 to 9 (-9) as well as a decrease of 3 Asians/Pacific |slander
men and 1 Native Anmerican man bringing their total nunmber of 13
in 1988, down to 8 by the end of FY 89.

FECC FORM 568 (8/87)



AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR MNCRITIES AND  WOMEN
ANNUAL __AFFI RMATI VE EMPLOYMENT  PROGRAM _ACCOWPLI SHMVENT — REPORT
SUMARY  ANALYSIS O WRK-FORCE

PROFESSI ONAL

1980 CLF 1988 1989 CHANGE
Wite Wrmen 26. 85% 59. 6% 61. 8% + 2.2%
Blacks 5.12% 7.3% 5.9% - 1.4%
Hi spanics 3.30% 1.3% 1. 3% NO  CHANCE
Qher * 3.99% 1.3% 2.0% + 0.7%

* Includes Asian/Pacific [slanders and Native Anericans

In the Command's Professional category the percent of Wite wonen
and Blacks continue to exceed their representation in the
civilian labor force (Q.F).

Hspanics and Asians Pacific Islanders and Native Anericans
remain below their representation in the CLF. However, although
below the CLF there was +0.7% change in the percent of other
mnorities during this tine frame. The Affirmative Enploynent
Program Plan (FY89) identified Hspanic nen, Asians/Pacific
Islanders and MNative American men as being conspicuously absent
within this category. The conspicuous absence remains. Hispanic
wormen in Teaching (series 1710) positions are 91% of their
percent representation in the CLF which is only a slight nanifest
i mbal ance. In FY 1988, 11.4% of the Comand's work-force was in

this category. By the close of FY 1989, it had decreased to
10. 7%

EECC FORM 568 (8/87)



AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR M NCRITIES AND  WOMVEN
ANNUAL  AFFI RMATI VE  EMPLOYMENT  PROGRAM  ACCOMPLI SHVENT — REPORT

SUMARY  ANALYSIS O WRK-FORCE

ADM NI STRATI VE

1980 CF 1988 1989 CHANGE
Wite Wren 26.57% 48. 5% 50. 7% + 2.2%
Bl acks 15. 6% 6. 2% 10. 5% + 4.3%
Hi spani cs 2. 2% 2. 9% 1.9% - 1.0%
Gher * 2.0% 3.3% 1. 4% - 1.9%

* Includes Asian/Pacific TIslanders and Native Amrericans

In the Command's Admnistrative category all groups except white
women are below their representation in the «civilian labor force
(CLF). However, there was a 2.2% change from 1988 to 1989 in
their representation in this occupational category. Wite wonen
continue to be over represented in admnistrative positions while
Hspanics and other mnorities continue to be underrepresented.
In 1988, 20.6% (274 of 1329) of the Command's work-force was in
the Admnistrative occupational category. By the end of FY89 the
percent decreased to 14.8% Mst noteworthy is that Blacks
Increased in this category while the overall nunber and
percentage of enployees 1n this occupational category decreased.
Hspanics and other mnorities decreased from 2.9% to 1.9% and
3.3% to 1.4% respectively. The decrease in both of these groups
brought their representation below the CLF whereas, in 1988, they
were both above the CLF.

EECC FORM 568 (8/87)



AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
ANNUAL, AFFI RVATI VE EMPLOYMENT PROGRAM ACCOWPLI SHVENT — REPCORT

SUMARY  ANALYSIS OF WRK-FCRCE

TECHNI CAL

1980 QF 1988 1989 CHANGE
Wite Wnen 28.8% 64. 3% 67.8% + 3.5%
Bl acks 25. 8% 10. 2% 11. 4% + 1.2%
Hi spani cs 2. 6% 3.2% 7% - 2.5%
Ot her 2.8% -0~ 1.3% + 1.3%

In the Command's Technical occupational category, which is 10.5%
(149 of 1415) of the Command's total work-force, all groups
except Wiite women are below their representation in the CLF
However, Blacks and other mnorities increased from 10.2% to
11.4% and -0- to 1.3% respectively by the close of FY89.

H spani cs decreased from 3.2% (5 of 157) to .7% (1 of 149)
bringing the Command to 'conspicuous absence' status from the
fully represented status enjoyed at the close of FY88.

FECC FORM 568 (8/87)



AFFI RVATIVE ~ EMPLOYMENT PROGRAM FCR MNCRTIES AND  WOMEN
ANNUAL  AFFI RVATI VE  EMPLOYMENT  PROGRAM  ACCOMPLI SHVENT — REPORT
SUMARY  ANALYSIS O WRK-FORCE

CLERI CAL

1980 QF 1988 1989 CHANGE
Wite Wmen 41. 4% 85. 2% 81. 0% - 4.2%
Bl acks 35. 9% 11. 7% 13.5% + 1.8%
Hi spani cs 2.6% 1.2% .3% - 0.9%
Qher (*) 2. 4% .8% 3.0 + 2.2%

*# |ncludes Asian/Pacific Islanders and MNative Anericans

In the GCommand's Jerical occupational category, which is 21.6%
(305 of 1415) of the Command's total work-force, two groups
(Blacks and Hspanics) continue to be underrepresented as
conpared to their representation in the «civilian labor force
(CLF). However, since FY88 Blacks increased from 30 (11.7% to
41 (13.59% within this occupational category. By the close of
FY89 a 350% increase was achieved in other mnorities noving the
Command from .8% representation (2 of 256) to 3.0% (9 of 305) a
.6% above their representation in the CLF (2.4%. Hispanics
decreased from 1.2% (3 of 256) to .3% (1 of 305) placing the
Command in a position of being 2.3% below their representation in
the CQLF (2.6% Dby the close of FY89.

EECC FORM 568 (8/87)



ANNUAL _ AFFI RVATI VE EMPLOYMENT PROGRAM ACCOVPLI SHVENT  REPORT
SUMARY  ANALYSIS O WRK-FORCE

R

OTHERS __ (FI REFI GHTER/ GUARD)

1980 OF 1988 1989 CHANGE
Wite Wmen 7.8% 1. 6% 3. 3% + 1.7%
Bl acks 32. 1% 3.2% 3.2% NO CHANGE
Hi spani cs 2.0% -0 -0 NO CHANCE
Qher (%) 1.5% 1.6% -0 - 1.6%

* Includes Asian/Pacific Islanders and Native Amrericans

In the Command's Firefighter/Guard occupational categories there
Is underrepresentation of all groups. These occupations were
4,.3% (61 of 1415 of the Command's total work-force at the close
of FY89 as conpared to 4.8% (64 of 1329) the previous fiscal
year. Wiile there was a reduction in both the nunber and percent
of enployees in these occupations there was a 100% increase in
white wormen from 1.6% (1 of 64) in FY88 to 3.3% (2 of 61) by the
end of FY89. The nunber and percent of Bl acks remained stable at
3.2%  Hspanics continue to be conspicuously absent in these
categori es. The percent of other mnorities decreased from 1.6%
(1 of 64) to -o- (-0- of 61) by the close of FY89.

EECC FORM 568 (8/87)



AFFI RVATIVE  EMPLOYMENT  PROGRAM FOR M NCR

TIES AND WOMEN

ANNUAL ~ AFFI RVATIVE ~ EMPLOYMENT ~ PROGRAM  ACCOMPLI SHVENT  REPCRT

e ot

[ ——

BLUE COLLA
_ _ 1980 QAF 198'8 1989 CHANGE
Semi - Ski | | ed
Wite \Wnen 7.5% 3.0% 10.7% + 7.7%
Bl ack 33. 3% 52. 7% 42.5% = 10.2%
Hi spani c 2. 9% -0~ 4%  t  0.4%
O her* 2. 4% 2. 4% .8% = 1.6%
Journeyman
Wite Wmen 7.5% -0- -0~ NO CHANGE
Bl ack 33. 3% 23. 2% 20.0% - 3.2%
H spanic 2. 9% -0- -0~ NO CHANGE
Ot her* 2. 4% 1. 1% 9% = 0.2%
Leader
Wite Wnen 7.5% -0~ -0~ NO CHANGE
Bl ack 33.3% 13. 3% 20.7% + 7.4%
Hi spanic 2. 9% -0 -0 NO CHANGE
O her* 2. 4% -0 -0 NO CHANGE
Super vi sor
Wite Wonen 7.5% 2.6% 2.3% + 0.3%
Bl ack 33.3% 21. 1% 25.6% + 4.5%
H spanic 2. 9% -0 -0 NO CHANGE
Ot her-k 2.4 -0 -0 NO CHANCGE
In the Blue Collar category, the EEO groups below the civilian
| abor force (CLF) are:
Sem -Skilled -~ Hspanic and Qher mnorities
Journeyman - Al EEO groups
Leader - Al EEO groups
Supervisor - Al O groups
PERCENT OF OCOWAND S BLUE OOLLAR  WORK- FORCE
1988 1989 CHANGE
Sem - Skilled 39.6% 46. 8% + 7.2%
Jour neyman 44. 5% 39. 9% - 4.6%
Leader 7.0% 5.3% - 1L7%
Super vi sor 8.9% 8. 0% -0. 9%
EECC FORM 568 (8/87)
* Asian/Pacific Islander and Native Anericans
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DISTRIBUTION CF EEO GROUPS AND COMPARISON BY PATCOB - Sept 1988 as conpared to Sept 1989

I
OCCUPATI ONAL. TOTAL VHI TE BLACK HI SPANI C OTHER (1)
LEVEL . MALE . FEMALE | MALE ,FEMALE | MALE ,, FEMALE | 'MALE | FEMALE
# - # # 0 | % 4 # #. &
SEM - SKI LLED SEP 88 169 71 5 74 15 4
SEP 89 252 115 27 84 23 e 2
|+ or - Diff +83 +44 +22 +10 +8 +1 .| (-2
. JOURNEYMAN SEP 88 190 144 42 2 2"
SEP - 89 215 170 40 3 2'
.+ or - Dff +25 +26 (-2) +1
S LEADER SEP 88 30 26 4
SEP 89 29 23 6 .
+ or = Dff (-1) (-3) +2
|
| SUPERVI SOR SEP 88 " 38 29 1 6 2
| . SEP 89 43 31 1 9 2
TOTALS SEP 88 427 ' 270 6 126 19 . 6
SEP 89 539 339 .28 139 28 | q 4
+or = Dff ' +112 +69 +22 +13 +9 : +1 (~2)

EECC FORM 569 (8/87)  (Mbdifi ed)

(1) Anerican |Indian, Asian . and Pacific |Islanders
(#) = Decrease'




PERCENT DISTRIBUTION CF EEO GROUPS AND COMPARISON BY PATCOB - Sept 1988 as compared to Sept 1989

i e

* CIF = Civilian Labor Force'

OCCUPATI ONAL TOTAL WHI TE BLACK HI SPANI C OTHER ('1)
CATAGORY ALL MALE | FEMALE | MALE |FEMALE | MALE FEMALE| MALE | FEMALE
% % % % % % 2
PROFESSI ONAL SEP 88 100 30.5 59. 6 3.3 4.0 ' .66 .66 1.3
SEP 89 100 | (28.9) 61.8 | (2.0) 4.0 .66 665 . 66
CLF * i 60. 6 26.9 2. 2.2 . 1.1 2.7 1.4
48.5 4, 1.5 1.5 2.2 1.1
ADM NI STRATI VE SEP 88 100 (39.4) 50. 7 3. (1.0) | (1.0):|C1.0) | (.5)
CLF /11177 53.9 26. 2 7.6 8.0 1.5 .7 1.3 .7
' TECHNI CAL SEP 88 100 32.3 64. 3 1. 8.9 3.2
SEP 89 100 (18.8) 67.8 2. 9.4 ( .7) .7 .7
CLF /11117 39.8 .28.8| 10.6 15. 2 1.5 0 1.7 1.1
CLERI CAL SEP 88 100 1.2 85. 2 10. 9 1.2 .8
SEP 89 100 2.3 (8L.0)| ( '12.8 2 3) 2.9
CLF /1117 17.5 41. 4 9.5 26. 4 1.0 1.5 .6 1.9
OTHER SEP 88 100 93.8 1.6 1.6 1.6 '1.6
(Ridte fightiers SEP 89 100 | (93.4)| 3.3 1.6 1.6 |. . C )
CLF /1117 56. 4 7.8| 26.4 5.7 1.8 .2 ‘1.3 .1
EECC FORM 569 (8/87) (Modified)
( #)= Decrease ()= Anerican Indian, Asian and Pacific |Islanders
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(43

PERCENT OF WORK FORCE BY PATCOB AS COMPARED TO PERCENT WITHIN THE CLE*

AS OF: 30 Sept 89

OOCUPATIONAL TOTAL WHITE BLACK HI SPANI C AS| AN AMERTCAN/ NATIVE AMERICAN
CATEGORY # - PACIFIC ISLANDER .
MEN WOMEN | MEN WOMAN ™ | MEN | WOMEN MEN WOMEN

% % % % % % % %
Prof essional (ALL) 152 (28.9) | 61.8 (2.0) | 3.9 (.7) (.7) (.7) .7
*Civilian Labor Force 60. 6 26.9 2.3 2.8 2.2 1.1 2.5 1.1
Admini strative 209 (35.4) { 50.7 | (3.8) | (6.7} {@.0) | 1.0 (.5) ()
*Civilian Labor Force 53.9 26.2 7.6 8.0 1.5 .7 1.1 .6
Techni cal 149 (18.8) 67.8 2.0) 9.4) () (.7) (.7) .7)
*Civilian Labor Force 39.8 28.8 |{10.6 15.2 1.5 1.0 1.6 1.0
Clerical 305 (2.3) 81.0 (.7) §(12.8) §( ) (.3) () 2.6
*Civilian Labor Force 17.5 41.4 9.5 26.4 1.0 1.5 .5 1.6
Firefighters/Guards 61 93.4 (3.3) § (1.6) (1.6) () ( ) () ()
*Civilian Labor Force 56.4 7.8 26.4 5.7 , 1.8 .2 1.1 .1
Blue Collar 539 62.9 (5.2) (25.8),-3‘5.2 ( ) (.2) ( ) ( )
*Civilian Labor Force I 53.6 7.5 128.2 5.1 2.3 .6 1.4 7

( ) =Below Civilian Labor Force
PATCOB = Professional, Achinistrative, Technical, Qerical, Other, Blue Collar



NUMBER EMPLOYEES ON BOARD

(FULL TIME)
As OF: 30 Sept 89

OCCUPATICNAL | TOTAL WHITE BLACK HISPANIC AA/PI NA
CATEGORY AR IRIR NI IR NE . Y1¥ |l ¥ l¥ ¥
Professional | 49! 103} 44] 94 3] 6 1 1 1 1 1
Administrativel 86! 123 741 106] 8 | 14 2 2 1 1 1
Technical 321117 28] 101 3 14 1 1 1
Clerical 91296 7| 247 2 | 39 1 8 1
Other * 58 3| 57 2 1 1
Blue (vllar #82; 57 339 28} 139 28 1 4
TOTAL (#) 716! 699 | 549} 578] 156 }102 3 6 3 10 5 3
PERCENT (%) 51} 49 39 41 11 7 .2 .4 .2 7 .4 2
* Firefighters/Guards
khkkkkkhkkkkkhhhkhkkhkhhkhkhkkkikhhkkhkkkhkik 'g**********i kEKEEKEREAAE KA KERE hhdkkhkhkkhkdd
Pr of essi onal
(Scientists & Engineers) | I I
5-8 1 1 o
0-12 8T 3] 71 3 1
13-15 f 5 !5
Prof essional (Teachers)
(Series 1710) { 20] 84 19¢ 78 1 4 1 1
Prof essional (Other)
(Series1410) i | 3 3
5-8 ! 1
9-12 8112 71 9 1 2 1
13-15 6; 1] s5p 11 1 |1
Administrative i
5-8 9 25 9% 20 3 1 1
9-12 531 89 451 77 6 11 2 1
13-15 1247 9 20f 9] 2 1 1
Technical (Engineer/Scientist)
5-8 3, 2 2 2 1
9-12 147 1| 12 T | 1 1
Technical (Cther) :
1-4 1122 1120 2
5-8 6 88 6175 11 1 1
9-12 8 4 71 4 1
Clerical
1-4 11159 124 25 1 8 1
5-8 8 1136 6 [122 2 14
9~12 o1 1
Firefighters/Guards
1-4 5 .2 1 1
5-8 53 1 52 1 1
9-12 i 5 5
Blue Coliar - | | ,
Semi-Skilled |73 110 53 5 20 5
Journeyman 163 | 2 (132 30 &2 {1
Teaders 23 20 3 1 .
supervisors 122 | 1 19 3 1
Oper/Service Workers i
Semi-Skilled 128 141 62 |22 | 64 18 1 2
Journeyman 49 1 1 | 38 10 ;1 1
Ieaders 6 3 3
Supervisors 812 121 1 6 1

33



CONSPICUOUS ABSENCE/ MANI FEST IMBALANCE INDEX

'AS OF: 30 September 1989

OCCUPATIONAL  TOTAL| » WHITE BLACK H SPANI C _ BDA/PI** NA***

CATEGORY # M W M W M W M W M 17
g% | g* * g* g* 8% i B B ¥*

PROFESSI ONAL 152 (48) | 230 87 139 (32) 64 (28) 64 () 233

ADMINISTRATIVE 209 66 | 194 50 84 67 142 (45) | () | 250 500

TECHNXCAL 149 (47)] 235 (19) 62 () 70 (44) 70

CLERTCAL 305 (13)] 196 W) (48) () (20) () | 163 100

OTHERS 61 166 | (42) (6) (28) () ()

BLUE COLAR 539 117 69 91 | 102 () (33) () ()| 233

"0 =49 % = Conspicuous Absence (#) Index figures determ ned by dividing

50 = 99 % = Manifest Inbalance % of MCOCDC Work force by % G vilian

100 and above = No Underrepresentation Labor Force.

CATBGORY /GRADE ** = Asian Anerican/Pacific |slander *** = Native American

Prof essi onal

Scientists/

Engineers 5-8 1 165

9-12 11 105 (101 ) ) ) Q) 364 ()

13-15 5 || 165 | () () ()

Teachers (1710) 104 (30) [ 279 (43) 136 () 91 () 91 | () ()

Ghers (1410)00 3 () |272

5-8 1 372

9-12 20 58 | 167 217 357 () () 0 0 1667

13-15 7 118 | 55 () () 650

Adm ni strative

5-8 34 (49) | 224 () 110 (Y| 414 {) () 2900

9-12 142 59 | 207 55 96 93 100

13-15 33 112 | 104 80 (1 () 272 ( ) [1500

Technical 5-8 5 1 101 [139 188 () ()

9-12 (Engr/sSci) 15 201 63 44 () 418

G her Tech 1-4 23 ( 11)] 302 (1 57 () () ()L 1)

5-8 94 (16) | 277 () 77 () 110 ( y | 110

9-12 12 146 | 116 18 ( | () () ()

Crerical T1-4 160 (31187 () 59 (1 40 () 312 200

5-8 144 (24| 205 15) [(37) It y |[C Yy |( )

9-12 1 241

Q her

(Firefighters/

Quards) |-4 2 641 7) 877

5-8 54 171 | (23) D () () ()

9-12 5 177 1 () ()

Blue Collar

Sem -Skilled 83 119 80 85 118 () () () 1|0

Jour neynan 165 149 | () 65 (24) () ) ()10

Leaders 23 162 | () (46) () (1 () 0 ()

Supervisors 23 154 | () (46) 84 () () 0 ()

Operators/

Service Wkrs

Sem -Skilled 169 68 | 173 | 134 210 (()_1100 ()| () [400

Jour neynan 50 142 | () 71 (39) () (| 0

Leaders 6 93 | () 1717 ) )

Supervisors 20 112 | 67 106 98 () O | 0 10
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TOTAL AFFIRMATIVE ACTICNS REQUIRED TO REACH PARITY /AFFIRMATIVE ACTION GOALS FISCAL YEARS 90, 91, 92

WHITE BLACK HISPANIC AA/PT**4 NA ****}| qOTAaT,
OCCUPATI(NAL, CATHGORIES Women M* Wh* M W M 1% M W
¥ # # # # 0 # 1 % - R
Professional (Teachers) 1 2 3 L -7
Professional (Other) 1 1 S 2
Administrative 8 3 1 1 1 e 14
Technical : 13 19 2 1 25
Clerical 27 42 3 4 2 78
Firefighters/Guards 3 15 2 1 1 | . 22
Blue Collar
Semi~Skilled 1 3 2 1 7
Journeyman 12 ;i 17 6 4 1 2 1 1 44
Leader . 2 3 1 1 7
Supervisor i 2 ¢ 3 1 6
Operators/Service Workers {' ‘
Semi-Skilled ' . 4 1 1 6
Journeyman p 4 4 2 1 1 12
Leaders 1 ‘ 1
Supervisors 1 1
TOTAL 26 9% 65 22 6 13 4 L2 232
AFFTRMATIVE ACTION GOALS ‘ 1
FISCAL YEAR 90 4 10 15 6 2 4 1 42
91 } 8 12 18 8 2 4 1 1 53
(1) SEE :
FOOTNOTE 92 ‘ 8 15 . 25 ‘ 8 2 5 2 1 66
TOTAL { 20 37 1§58 22 6 13 4 2 162
Percent of Goal F ) Sl Aft St iveidQt i dn o0al ¢ by OPATeOR Gndl Ei 0% vear Ionars Por
** "“omen specific occupational categories of goals.

*%% Agian American/ Pacific |slander
**** Natjve American



AFFI RVATI VE ACTION (GOALS BY PATCOB AND FI SCAL YEARS (1990, 1991 and 1992)*

White Bl ack Bl ack H spanic |H spanic |AA PI AA/ P NA NA
Qccupat i onal Women Men, Women Men Women Me Women Me Women
Cat eqory FI'SCAL! YEAR (90 (91 (92 | 90 (91 (92 | 90 {91 {92 | 90 1 (92 (90 PB1 [92 (90 ¢ 32 | 90 91 P2 |90 P1 P2 | 90 P1 P2
(1) Professional (Teachers) 1 11 11111 ] %% | %%
(2) Professional  (Qher) 1 1
(3) Admnistrative 1121111 |2 1 1 11
(4 Technical 1241 |2 |3 2 il
(5) Gerica 1010 11 10 18 2 121 1
(6) Firefighters/Qiards 111 1 19 3 1 1 1
Bl .Cal 1.
Crri B ed 2|1 11 1
L Journeyman ! 315 2121411 2 |3 112 1 2 1 1
o Leader i 11 1 1 1 1 1]1
Supervisor 111 1
Operators/Service Worker
Semi - Ski | | ed 1121 111
Jour neyman 1 1]1 171171111 1
Leader 1
Super vi sor
SERI ES
(1) 1710

(2) 401, 460, 801, 1015, 1410, 1515

(3) 18, 28, 30, 80, 132, 188, 201, 212, 230, 233, 235, 260, 301 (Grades 11-18), 334, 341, 342, 343, 345, 346, 501(Crades 11-18),
505, 560, 950, 1001, 1035, 1071, 1083, 1084, 1101, 1102, 1144, 1173, 1601, 1640, 1654, 1667, 1712, 1812, 2001, 2003, 2130

(4 189, 203 (G ades 1-5), 301 (Gades 1-10), 303 (G ades 6-18), 332, 335 (G ades 7-18), 462, 503, 525 (& ades 4-18), 561, 802,
856, 992, 1001, 1010, 1016, 1020, 1105, 1152, 1311, 1411, 1670 (G ades 1-10), 1702, 2005 (G ades 7-18), 2102, 2135

(5) 86, 203 (Qades 1-5), 204, 303 (Qrades 1-5), 305, 312, 318, 319, 322, 335, 344, 356, 382, 501 (G ades 1-6), 503, 525 (@ ades
1-3), 530, 540, 544, 545, 986, 1087, 1106, 2005 (G ades 1-6), 2091, 2132, 2134

(6) 81, 85

* Providing Vacancies are available for recruitment action.
** Either n-an or woman



AFFI RVATIVE ~ EMPLOYMENT  PROGRAM FCR MNCRTIES AND  WOMEN
PROGRAM  ANALYSI S

PROGRAM  ANALYSI S = CORGAN ZATION AND RESOURCES ~ PACE 1

The Marine Corps Conbat Devel opnent Command's Equal Enpl oynment
Qoportunity Cfice is functionally located wunder the Drector,
Manpower Division who has responsibility for planning,
coordinating, and supervising functions relating to mlitary and
civilian personnel nanagement.

The EEO Ofice provides EEO Program Affirmative Action Plan
services to organizational elements wthin the Mirine Corps Conbat
Devel opment  Command as  well as tenant organizations having
diversified functions and located at the Mrine Corps Base,

Quanti co.

The Deputy Equal Enploynent Cpportunity Cificer (DEECQ is under
the inmediate supervision of ‘the Drector, Manpower Division,
however, has direct access to the EEO Cficer.

EEO COFFICE  STAFFING

The EEO Cfice has a staff conplenent of three full-tine permanent
civilian enployees. There are seven (7) enployees who serve, by
collateral duty appointnent, as EEO Counselors as further discussed

below. In addition, ADHOC Conmittees are established as needed to
plan, develop, and execute special observance prograns during
special  observance weeks/nmonths e.g., Black Hstory Mnth.

EEO COUNSELORS:

EEO counselors are appointed, in witing, on a collateral duty
basi s. In addition, each counselor, his/her inmediate supervisor
and the DEEO0 have signed Menoranduns of Understanding regarding
the counselor's collateral duty appointnent. Al counselors have
been provided training in counseling techniques and fact-finding

EECC FORM 566 (8/87)
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AFFI RMATIVE ~ EMPLOYMENT PROGRAM FCR MNCRTIES AND  WOMEN
PROGRAM  ANALYSI S

PROGRAM ANALYSI S « ORGANI ZATION AND RESOURCES = PAGE 2
EEO COUNSELORS (continued):

and analysis. The DEEOO provides verbal as well as witten
guidance to counselors regarding policies, practices, and

adm nistrative procedures for preconplaint activities. However,
sone counselors are having difficulty in the fact-finding/
analysis process. This problem wll be resolved through
additional specialized training. A present there is a |ack of
timely BASIC Counselor training available for newy appointed EEO
Counsel ors.

EEO ADP  SUPPCRT:

A further denonstration of the Command's interest in, and
commtment to, achieving the goals and objectives of the EEO
Program was the installation of three personal conputers in the
EEO Ofice. This action has significantly increased staff
efficiency and provides a state-of-the-art capability in both
word processing and statistical analysis.

PARTIC PATION BY DEEO0O ON  BQOARDS COW TTEES:

The DEEOO serves as prinmary advisor to the Chairman, Performance
Review Board regarding senior |evel managenent EEO performance
standards devel opment and eval uation.

EEO COFFICE  FISCAL  RESOURCES:

The EEO COfice maintains control of its ow operating budget.
Funds are provided for EEO staff training, program travel
expenses, and program development. Wiile there has been a budget
decrease this fiscal year, remaining funds wll be sufficient to
cover general office admnistration needs anticipated at this
tnme.

FEOC FORM 566 (8/87)

38



AFFI RVATI VE  EMPLOYMENT PROGRAM FCR M NCRITIES AND WOMEN
PROBLEM BARRI ER | DENTI FI CATI ON

PRCBLEM BARRI ER | DENTI FI CATION -~ ORGAN ZATION AND RESQURCES

The analysis revealed the following problens:

(1) There is a need for better wunderstanding of, and support
for, EEO program objectives at the functional elenent |evel.

(2) There is a need to provide EEO Counselors specialized
training in fact-finding and analysis.

(3) There is a need to ensure that enployees wthin the
Command are aware of the existence, purpose, and functions of the
Command's EEO Commttee.

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT PROGRAM FCR M NCRITIES AND  WOMVEN
REPCRT CF CGBIECTIVES AND ACTION | TEMB

PROGRAM ELEMENT: CORGANNZATION AND RESORCES - PAGE 1

PROBLEM BARRI ER ~ STATEMENT: There is a need for better
understanding of, and support for, EEO program objectives at the
functional element |evel.

OBJECTI VE: To create an environment in which functional elements
mre fully understand and participate in the planning, devel opnent,
and execution of EEO Program goals/objectives so that greater
success is realized in achieving EEO program goals.

RESPONSI BLE TARGET

ACTI ON | TEMS: OFFI CI AL | DATE
|

Continue to work wth EEO DEEOO I Quarterly
Representatives in devel oping SEPM l FY90-92
and assessing the status of EEO l
Program goals and objectives.
Provide recomendations to DEEOO I Quarterly
Drectors which would inprove EEO Reps I FY90-92
their organizations' EEO posture. | SEPM '
Report acconplishments and/or DEEOO 31 Mar and
shortfalls in achieving organi- EEO Reps 30 Sept
zational EEO goals and objec- SEPM FY90-92
tives.
Conduct training for EEO DEEQO As needed
Representatives, supervisors and
managers.
VWrk wth the DEEOO in planning, EEO Reps Quarterly
devel oping, revising, and Dir, Qv Pers FY90-92
evaluating the command's Affirm | SEPM
ative Enployment Program Plan FEORP Coord
for Mnorities and Vwnen. EEO Committee

EEO Counselors (ADVMISCRY Q\LY)

EECC FORM 566 (8/87)
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AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
REPCRT CF QGBIECTIVES AND ACTION | TEMB

PROGRAM ELEMENT: CRGANZATION AND RESORCES -~ PAGE 2

PROBLEM BARRI ER  STATEMENT: EEO Counselors need specialized
training in fact-finding and analysis.

OBJECTI VE: To ensure the Command has an EEO Counselor Staff that
is efficient and effective in carrying out their duties and
responsibilities and that newy appointed EEO Counselors receive
tinely and specialized Basic training.

RESPONSI BLE TARGET DATE
ACTION | TEMS: OFFI ClI AL
Conduct specialized training DEEQO 3 QIR FY90
in fact-finding and analysis.
Attend training as schedul ed. EEO Counsel ors As schedul ed

EECC FORM 566 (8/87)
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AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
REPCRT O  CGBIECTIVES AND ACTION | TEMB

PROGRAM ELEMENT: (RGANZATION AND RESORCES - PAGE 3

PROBLEM BARRI ER  STATEMENT: There is a need to ensure that
enployees within the Conmand are aware of the existence, purpose,
and functions of the Command's EEO Commttee.

OBJECTI VE: To create an open and conmunicative EEO environment
within the Command as well as the local comunity.

RESPONSI BLE TARGET
ACTION | TEMS: OFFI CI AL DATE
Publish an EEO Committee DEEOO 1 Mar 1990
Poster and distribute through-
out the Command.
Ensure that the EEO Committee Directors 15 Mar 1990
Poster is posted on all
official bulletin boards
| ocated in each Division.

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT PROGRAM FCR M NORITIES AND  WOMVEN
PROGRAM  ANALYSI S

PROGRAM ANALYSI S -~ _DI SCRI M NATION COVPLAI NTS

To ensure the proper execution of actions associated wth
preconplaint processing, seven collateral duty EEO counselors
have been appointed by GCommand letter. A description of
Counselor duties and responsibilities has been added to each of
the Counselor's position descriptions and a Mnorandum of
Understanding (M) between the DEECQ the EEO counselor, and the
EEO counselor's imrediate supervisor is on record. EEO
counselors have received formal training and the DEEOO has
provided witten guidance to counselors and periodically holds a
meeting wth the counselors at which time additional technical
guidance is provided.

Future training plan for counselors include such subjects as
Merit Staffing, Enployee Relations, Negotiating Skills, Fact-
Finding Techniques, etc. In addition, counselor's are currently
being trained on how to use the personal conputer, in the EEO
Ofice, to prepare their reports of EEO counseling.

To provide enployees/applicants information regarding conplaint
procedures a poster was developed and is posted on all official
bulletin boards throughout the Command. The poster includes a
full description of the conplaints procedures (both formal and
preconplaint), a photograph of the EEO Cficer, DEEQQ  Special
Enphasis Prograns Manager and EEO Counselors. A |ead EEO
counselor has been designated who provides nontechnical advice
and guidance to the counselors in the performance of their
assigned counseling duties and 1is responsible for assigning
counselors to individuals seeking counseling services. This
procedure ensures that each of the counselors is fully utilized
rather than overextending one particular counselor. The DEEOO is
gyailable to the EEO counselors for technical advice and/or

i rection.

As directed by the Secretary of the Navy, the Mrine Corps
established a goal of resolving 90 percent of all allegations of
empl oyment discrimnation through the informal resolution

process.  This fact has been included in EEO training for
supervisors and managers. In addition, this goal was presented
by a point paper in My 1989, at the General officer's synposium
The Point Paper is also a matter of discussion between EE
Counselors and nmanagenent officials as part of the counseling
process.

EECC FORM 566 (8/87)
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AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRI TIES AND  WOMEN
PROBLEM BARRI ER | DENTI FI CATI ON

PRCBLEM BARRI ER | DENTI FI CATION - _DI SCRIM NATI ON  GOVPLAI NTS

Although EEO counselors have received formal EEO counseling
training, there remains a need to provide additional training in

the areas of personnel policies, practices and procedures, fact-
finding techniques, and report witing skills.

There can be no question that EEO case law (Title MI) has
expanded, and that the roles/responsibilities and Iegal
liabilities of supervisors are not clearly understood.

EECC FCRM 566 (8/87)

44



AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
REPCRT C(F QBJECTIVES AND ACTION [ TENG

PROGRAM ELEMENT: D SCRMNATION QOOWLAINTS « PACGE 1

PROBLEM BARRI ER  STATEMENT: EEO counselors need training in the

areas of personnel practices, policies and procedures, fact-
finding techniques, and EEO counselor report witing.

OBJECTIVE:  To ensure that EEO counselors and the counseling
services they provide are effective and productive.

" RESPONSI BLE T TARGET
ACTION | TEMS: ‘l OFFI CI AL | DATE
[
Provide training to all EEO ' I
counselors on the follow ng ' l
subj ect s: I
Enpl oyee Relations DEEOO I May 90
Fact-Finding Techniques June 90
Negotiating Skills | Sept 90
Discrimnation  Conplaints DEEOO ' As changes
Processing System | occur.
Assess additional EEO DEEOO Annual |y

counselor training needs and
arrange for or provide the
necessary training.

ot s i i e et e e St

EEOC FORM 566 (8/87)
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AFFI RVATI VE ~ EMPLOYMENT

PROGRAM FOR MNRTIES AND WOMEN

REPORT O (QBIJECTIVES AND ACTION | TEMB
PROGRAM ELEMENT: DISCRMNATION QOOWPLAINTS - PAGE 2
PROBLEM BARRI ER TATEMENT:  There can be no question that EE
case law (Title MIl)has expanded, and that the roles/respon-
sibilities and legal liabilities of supervisors are not clearly
under st ood.
OBJECTI VE: To educate supervisors and nanagers regarding their
roles and responsibilities and legal liabilities regarding EEO
complaints of discrimnation.
I RESPONSI BLE I TARGET
ACTION | TEMS: | OFFI ClI AL DATE
i i
Conduct "EEO Discrimnation DEEOO Annual |y
Conpl aints Processing System" or As needed
semnar for all supervisors/
managers including newy
appointed supervisors.
Eval uate participant DEEQOO Wthin 10
eval uations to determne I days after
effectiveness of semnar. conpletion of
Sem nar
Provide participant DEEOO 15 Jul 90
evaluation results to l Annual 'y
Dr, Mnpower Dv. |
Dstribute the Secretary of i DEEOO During _Super -
the Navy's objective to I visor EEO
resolve at least 90 percent Tr ai ni ng
of discrimnation conplaints EEO counselors Upon cont act
during the infornal with super-
counseling stage. visor + mana-
gers in the
conduct of
EEO counsel -
ing

FECC FORM 566 (8/87)
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AFFI RVATIVE ~ EMPLOYMENT PROGRAM FCR MNCRTIES AND  WOMEN
PROGRAM  ANALYSI S

PROGRAM ANALYSIS - _RECRUTMENT AND H R NG

Special  recruitnent prograns are being utilized, however,
additional enphasis is needed in this area.

The Command has a current and viable Federal Equal Qpportunity
Recruitment Plan (FEORP) in effect. However, once full ADP
support  (work-force statistics) is obtained and a nore
conprehensive analysis of the Command's work-force is nmade, the
FECRP nmay require noderate to significant changes.

A process for determning the specific geographical area(s) from
which applications for (appropriated fund) positions being
advertised are being received has been established. This
procedure should eventually provide sufficient data to pinpoint
areas in which added enphasis, in recruiting mnorities and
wormen, should be placed. This data wll also be used in
nmodifying and revising the Command's FECRP. However, there is a
need to establish and mintain a system of applicant flow data
for School Teachers and Admnistrators in support of Unforned
Quidelines on Enployee Selection Procedures (UGESP).

The Command has not fully participated in comunity career
information prograns and conferences due to insufficient funds
for job fair and conference fees.

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT PROGRAM FCR M NORITIES AND  WOMEN
PROBLEM BARRI ER | DENTI FI CATI ON

PRCBLEM BARRIER | DENTIFICATION - RECRUTMENT AND H RING

Special  enphasis enploynent progranms such as: Summer Aide, Stay-
i n-School, Federal Junior Fellowship Program  Summer  Enpl oynent,
Federal Summer Intern Program Vietnam Era Veterans Enployment
Assistance Program Enployment of the Physically Handicapped,
Worker-Trainee Opportunities Program Schedule B Appointnent
Authority, Internships, Upward Mbility, etc., nee addi tional
enmphasi s.

There is a need to establish a system of applicant flow data for
School  Teachers and Admnistrators in support of  Uniforned

Quidelines on Enployee Selection Procedures (UGESP).

The Conmand has not fully participated in comwnity career

information programs and conferences such as League of United

Latin American QOtizens (LWAQ; |MAGE, Federally Enployed Women

((f/g), Blacks in Covernnent (BIGQ, Vocational Qutreach Service
, etc.

?J;?J Ioluty location nmakes recruitnent of qualified candidates
ifficult.

EECC FCRM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR MNCRTIES  AND  WOMEN
REPCRT CF (BIECTIVES AND ACTION | TENS

PROGRAM ELEMENT: RECRUTMENT AND HRI NG -~ PAGE 1

PROBLEM BARRI ER  STATEMENT: Additional enphasis is needed to nore
fully participate in special enployment prograns.

OBJECTI VE: To provide individuals an opportunity to develop

their present/potential skills, know edge, and abilities and
advance, through training and developnent, to positions which are
commensurate wth their capabilities.

i RESPONSI BLE F TARGET
ACTI ON | TENS: | OFFI CI AL “ DATE

| ]

| |
Establish specific goals for Directors 30 Jun 90,
utilization of special | ‘ 91, and 92
appoi ntment  authorities. | |
Eval uate progress towards ' Directors 30 Sept 90
achieving ~esfablished goals.  DEEQO k Annual | 'y
Eval uate effectiveness of % DEEOO Sem - Annual |y
speci al  appoi nt ment
authorities in correcting {
mani fest inbal ance of EEO |
groups. i }
Provide feed-back to mnanage- | bEEOO | Sem - Annual |y
ment officials on results of EEO Reps ' Quarterly
eval uati on. | {

FECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR MNCRTIES AND  WOMEN
REPCRT CF (BIECTIVES AND ACTION | TENS

PROGRAM ELEMENT: RECRUTMENT AND HRNG - PAGE 2

PROBLEM BARRIER  STATEMENT: There is a need to establish a system
of applicant flow data for School Teachers and Admnistrators in
s(upport) of Uniformed Quidelines on Enployee Selection Procedures
UGESP) .

OBJECTI VE: To ensure that procedures utilized are not adversely
affecting EEO groups.

I RESPONSI BLE t TARGET
ACTI ON | TEMS: ‘I OFFI CI AL = DATE

] |

| |
Develop and miintain a systemi Supt, Q@SS { 1 Jun 90
by which applicant flow may | I
be anal yzed. | I
Analyze data to determne if | Supt, QDSS 1 Jun 91 and
procedures are resulting in DEEO |1 Jun 92
adverse inpact against EEO | |
groups. i ,
Submt adverse inpact reports | Supt, @SS |1 Jun 91 and
to Drector, Mnpower Divi- | |1 a9
sion, including specific | |
actions that wll be taken to | |
elimnate adverse inpact. ‘| }
Develop and maintain liaison | Supt, QDSS I 1 Jun 90
with mnority recruitnent I |
sources and solicit appli- | |
cations for  vacanci es. { {
Conduct on-site recruitment | Supt, @SS | Annual |y
at colleges and wuniversities | during March
having significant mnority
enrol | ment.
Evaluate actions taken toward , Supt, @SS 31 Dec 90
elimnating inbalances of EEO | DEEO Annual |y
groups wth particular focus |
on series 1710. }

EECC _FCRM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT PROGRAM FCR M NORITIES AND  WOMEN
REPCRT (F (BIECTIVES AND ACTION | TEMS

PROGRAM ELEMENT: RECRUTMENT AND HRNG - PAGE 3

PROBLEM BARRI ER  STATEMENT: The Conmand has not fully

participated in comunity career information programs and
conference.

OBJECTI VES: To develop contact wth comunity organizations,
mnorities, and women's professional organizations, other Federal
agencies and academc institutions whose interests center around
particular academc interest, professions, or educational fields
whi %h dovetail wth the Command's short and long-range staffing
needs.

' RESPONSI BLE i TARGET
ACTI ON | TEMS: | OFFI ClI AL | DATE

| b
Attend local and National | DEEOO/SEPM | Annual | y
conferences, to the extent
feasible, that focus on the ‘l
enpl oyment and advancenent |
of mnorities and wonen. |
Contact and develop rapport | DEEOO { Conti nuous
W th various comunity SEPM
organi zations and ot her FECRP  Coord
Federal agencies. I |
Participate in conmunity | Dir, Qv Pers ofc‘I Annual |y
sponsored Job Fairs. DEEQOO as  appro-

priate.

EEOC FORM 566 (8/87)

51



AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR MNRTIES AND  WOMEN
REPCRT O GBIECTIVES AND ACTION | TEMS

PROGRAM ELEMENT:  RECRUTMENT AND HRNG - PAGE 4

: Rura uty Tocation 1is ifficult to
recruit for.

OBJECTIVE 0 increase the number of qualified candi dates
(particularly mnorities and wonen) being referred for
consideration by selecting officials.

RESPONSI BLE |
ACTION | TEMS: OFFI CI AL | DATE

\
Wen recruiting, focus on the | pir, Qv Pers ofc As vacancies

Command's rural location as " are adver-
an 'advantage' rather than, I {i sed.
a ‘'disadvaniage’ i.e., mninal |

commuting congestion, no PO/
parking charges, convenient I
(to work site) parking, nost |
bui |l dings accessible to

people with disabilities.

Increase nedia regarding the | Dir, Gv Pers ofc
Command as a community

enpl oyer through radio, tele- |

vision, newspapers and naga-

zines particularly advertising

as a community service. |

Quarterly

Participate in local and | DEEOO/ SEPM

national community conferences

and comunicate the Command's

affirmtive enploynent policy | |

and objecti ves. | |
|

Annual |y

EECC FORM 566 (8/87)
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AFFI RVATI VE ~ EMPLOYMENT

REPCRT O CGBIECTIVES AND ACTION

PROGRAM FOR MNRTIES AND WOMEN

PROGRAM ELEMENT: RECRUTMENT AND HRNG - PAGE 5

RURAL  DUTY LOCATION (PAGE 4) CONTI NUED:

RESPONSI BLE TARGET
ACTION | TEMS: OFFI CI AL DATE
Establish rapport wth and Public Affairs Annual Iy and
provide specialized liter- Office as needed
ature to local and state DEEOO

Chanbers of Comerce and |ocal
real estate offices for
distribution to new nenbers
of the comunity.

EECC FORM 566 (8/87)
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AFFI RVATI VE  EMPLOYMENT PROGRAM FOR M NCRITIES AND WOMEN
PROGRAM  ANALYSI S

PROGRAM ANALYSIS - EMPLOYEE DEVELOPMENT PROGRAMS

Wile there is a formal Uward Mbility Program in place,
additional enphasis is needed to nore fully participate in the
program At present, participation is scattered and [|acks
consi st ency. Additional training is needed, not only on the
benefits derived from participating in the program but on how
the program can serve to provide developnental opportunities for
mnorities and wonen wth wunderutilized skills or potential to
perform higher level work, particularly in underrepresented
occupational categories. This issue is addressed under
Recruitment and Hring = Report of (bjectives and Action |tens.

The Command needs to increase its participation in other special
prograns (also addressed under Recruitnent and Hring - Report of
(bjectives and Action Itens.)

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT PROGRAM FCR MNCRITIES AND  WOMEN
PROBLEM BARRI ER | DENTI FI CATI ON

PROBLEM BARRI ER | DENTI FI CATION - EMPLOYEE DEVELCPMENT PROGRAMG

Additional enphasis is needed to nore fully participate in

special enploynent programs. This problem is identified and
discussed wunder Recruitment and Hring. Actions planned for
elimnating this problem are contained wunder Recruitnent and

Hiring - Report of Obijectives and Action ltens.

EECC FORM 566 (8/87)
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AFFI RVATIVE  EMPLOYMENT  PROGRAM FCR MNCRITIES AND  WOMVEN
PROGRAM  ANALYSI S

PROGRAM ANALYSIS - PROMOTIONS  AND  SEPARATI ONS
PROMOTI ONS:

As reflected under Qganization and Resources, the EEO Cfice is
in the process of transitioning to full automated capability.
Uoon conpletion of data entry to the Data Base that has been
devel oped, a nore sophisticated analysis can be performed to
determne barriers to internal selection and pronotion
procedures, and differentials of mnorities and wonen in
pronotions by occupational categories and grade |evels.

SEPARATI ONS:

Here, too, data needed to perform conparative analysis of
mnorities/wonen separations wll be available upon conpletion of
data entry to the Data Base that has been developed by the EEO
Ofice.
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PROGRAM ANALYSIS « EEO PROGRAM EVALUATI ON

EEO Program evaluation of previous fiscal year progiress in
achieving the goals established wthin this Pan wll be

acconpl ished annually using several nethods discussed under
Statement of Adequate Monitoring/Evaluation Svstem In addition,
Program evaluations wll include input obtained from all

interested parties including the EEO Conmttee, appropriate Union
representatives, the Special Enphasis Programs Mnager, and EEO
Representatives located wthin each of the Conmand's functional
elenents and the Drector, Qvilian Personnel.

The Command's Affirmative Enployment Program Plan for Mnorities
and Wnen is a docunent that states a commtment to take action
to elimnate/reduce obstacles to equal enployment opportunity for

mnorities and wonen. Inplenentation of the actions contained in
this Plan are an wessential, integral element of neeting and/ or
exceeding the established goals. Wthout inplenentation, the
Plan wll be an wunfulfilled commtnent. Therefore, managenent

officials nust be held accountable for achievenent of EEO Program
goals and objectives.

NONAPPROPRI ATED  FUND | NSTRUMENTALI TI ES:

ADP  Statistical Data reporting systens for nonappropriated fund
instrunentalities are available however, they are not in the
format needed which requires nanual nanipulation. Additionally,
at presently there is no requirement for the system to include
other pertinent information which would enable a nore conplete
and conprehensive review by EEO officials. However, this problem
wll soon be elimnated by the EEO Representative having
responsibility for the nonappropriated fund instrumentalities
located within the Mrale, Wlfare and Recreation Dvision. The
EEO Representative is working wth the DEEO0O in establishing an
internal system of data collection and review
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PROBLEM BARRI ER | DENTI FI CATION - EEO PROGRAM EVALUATI ON

Managenent officials nust be held accountable for achieving the
goals and objectives of the EEO Program

There is a need for an automated data system which provides
statistical data, relevant and necessary for proper and thorough
EEO Program evaluation, by functional element in a variety of
formats nost desireable to, and dedicated by, the reviewer.
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PROGRAM ELEMENT: EEO PROGRAM EVALUATION - PAGE 1

PROBLEM BARRI ER  STATEMENT: There 1s a need to hold managenent

officials accountable for achieving EEO Program goals and
obj ecti ves.

OBJECTI VE: To ensure that all managenent officials, having EEO
responsibilities, (1) participate in achieving established goals
and (2) that their performance is fully and properly evaluated
and that (3) they are appropriately recognized for their
contributions.

" RESPONSI BLE T TARGET
ACTI ON | TEMS: | OFFI ClI AL | DATE
Conduct training for  super- DEEOO/ SEPM Annual 'y
vi sors/ managers  regarding
Affirmative Action Planning
and _Achi evenent .
Conduct "make-up" sessions for| DEEOO/ SEPM As needed
super vi sor s/ manager s initially
unavailable to attend and |
newy appointed supervisors I
and  managers. |
Establish witten standards | Directors | Annual |y
for EEO perfornance. Supervi sors
Evaluate the acconplishments Directors { 30 Jun
of managenent officials in Supervi sors/ I Annual |y
achieving affirmative action managers

goals during annual perfor-
mance reviews. |

Appropriately award indivi- h Directors
duals who have contributed to Supervi sors/

|

} Annual |y
EEO goal acconplishnents. managers *

|
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PROGRAM ELEMENT: EEQO PROGRAM EVALUATION = PAGE 2

PROBLEM BARRI ER  STATEMENT: There is a need to inprove the use of
automated data systens in a variety of formats designed to
improve EEO Program evaluation and to neasure the achievenent of
EEO Program goals and objectives.

OBJECTI VE: To provide managenent officials wth reports that
wll enable them to nmeasure and evaluate, continually, the status
of EEO Program acconplishnents.

RESPONSI BLE TARGET
ACTION | TEMS: OFFI CI AL DATE
Provide requested special Dir, Qv Pers ofc| 30 Jun 90
NCPDS reports in agreed to DEEOO Quarterly,
formats to the DEEOO for use FY90-92
in analyzing and neasuring EEO
program progress by work
units.
Provide statistical data DEEOO Quarterly,
reports to appropriate |evel EEO Reps FY90-92
managenent officials, wth
reconmendations for
"corrective-in-nature"
actions.
Provide "over-all" Command DEEOQO Sem - Annual |y
statistical summaries to FY90-92
functional elenent managenent
officials which highlight
probl end potenti al probl em
areas in which progress in
correcting manifest inbalances
is falling short of goal.
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1. The nessage on sexual harassment in the Federal work-place is
clear = it will not be tolerated. It is described by the
Secretary of Defense as a "form of sex discrimnation that

invol ves unwel comed sexual advances, requests for sexual favors,
and other verbal or physical conduct of a sexual nature when:

~a.  submssion to or rejection of such conduct is nade
explicitly or inplicitly a term or condition of a person's jab,
pay, Or career, oOr:

_ b. submssion to or rejection of such conduct by a person
iIs used as a basis for career or enployment decisions affecting
that person, or:

c. such conduct interferes wth an individual's perfornance
or creates an intimdating, hostile, or offensive environnent."

2. Any person in a supervisory or command position who uses or
condones inplicit or explicit sexual behavior to control,
influence, or affect the career, pay, or job of a mlitary nenber
or civilian enployee is engaging in sexual harassment.

3. This form of msconduct undermnes the inte%rlty of the
enployment and chain of conmand rel ationship. n any form it
degrades individuals, reduces norale, and interferes wth mssion
acconpl i shment . First and foremost, sexual harassment should be
prevented, but if it does occur it should be immediately reported
to the appropriate supervisor, the Deputy Equal  Enpl oyment
Opportunity Oficer, Special Enphasis Prograns Manager, or an
Equal  Enpl oyment QOportunlty counsel or. Conplaints ~of sexual
harassnent may also be filed through established equal
opportunity, equal enploynent opportunity, or request mnast
procedur es. No one should be subjected to sexual harassment, but
if it happens, for the benefit of all, take action.

4. It certainly is wthin our capabilities through education,
training, and corrective actions to remove sexual harassnent from
the Quantico work-place. | need your help in mking it happen.

AL M REAS
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PLAN FCR THE PREVENTION OF SEXUAL HARASSMENT

HARASSVENT [N TI-E WRK  PLACE:

a. Supervisors, nmnagers, enployees, and mlitary personnel will
receive training designed to assure their understanding of:

(1) The established policies regarding the prevention of
sexual harassment in the work place:

(2) The behaviors and/or conditions which are considered
inappropriate and counterproductive to the Conmand's efforts of
establishing and maintaining a professional work environnent;

(3) The avenues available to obtain redress in the event an
enployee feels that he/she has been subjected to prohibited
sexual Iy harassing behavior(s) and/or condition(s).

b. The DEEOO wll review publications, filns, prograns, as
appropriate, to ensure that the cont ent does not have a
stereotypical effect on mnorities and/or women.

c. Supervisors and nanagers wll act upon conplaints of sexual
harassnent in the same manner as any prohibited form of
di scrim nation.

d. Alegations of sexual harassnent wll be processed in the

same manner as any other conplaint of discrimnation as outlined
in CPl 713

e. EEO counselors wll be trained in the techniques of

counseling individuals regarding conplaints of alleged sexual
harassment .

f. The following programs wll include information on the
prevention of sexual harassnent:

(1)  Supervisory Training Prograns
2) New Enployee Orientation
3) Enployee EEO Training Prograns
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